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Abstract. Enterprise is a place where an activity contributing to the success of a business is held. When an enterprise wants to succeed,
achieve goals and to develop, employees must be in the centre of its attention. According to current trends, human resources are considered
the most important of all the assets the organization possesses. Employee motivation can lead to high employee performance, effectiveness,
quality, subsequent organisation success, and development. The research aimed at defining the differences in perceiving the level of
motivation in terms of selected socio-demographic features was conducted in the Slovak enterprises over the course of the years 2015 -
2018. Following the achieved results, when creating the motivation programmes not only the gender but also the education completed by
the employees must be taken into account by the senior managers.
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1. Introduction and theoretical background

Motivated employees are an important factor for the company success, development on the way to achieve the
goals (Arnania-Kepuladze 2010; Hitka, Balazova 2015; Vydrova 2018). Motivated employees are those who are
inspired and goal-driven. When the employees do not feel motivated or attracted, the company usually does not
improve or progress (Ryan, Deci 2000; Manzoor 2011). The actual research (Feinstein 2000; Kropivsek et al.
2011; Khan 2012; Qayyum 2012; Lizbetinova 2014; Ruzzier, Konecnik Ruzzier 2014; Kucharcikova et al. 2015;
Minarova 2015; Salyova et al. 2015; Faletar et al. 2016; Markova et al. 2016; Caganova et al. 2017; Mala et al.
2017; Peracek et al., 2017; Loucanova et al. 2018) highlighted the importance of motivation leading to the high
employee performance, effectiveness, success and enterprise development. According to Delir et al. (2009) and
Kanfer (1990) motivation is considered a driving force behind human behaviour necessary to meet the needs, to
supply the energy and encourage desirable employee behaviour. It can be understood as anything affecting the
human behaviour aimed at meeting the goal (Kontodimopoulos et al. 2009; Farajzade et al. 2013). It shows the
level, direction and effort made in the workplace (Kachall 2014). It is an essential tool to control employees'
behaviour in the workplace (Olusola 2011).

The role of motivation — to support others as well as the employees themselves, is the same for managers at all
levels (Ryan, Deci 2000). In order to motivate employees properly, managers must be familiar with factors
motivating employees in the workplace (Irum et al. 2012; Hajdukova 2014; Damij et al. 2015; Wang 2016;
Pingping 2017; Sanchez-Sellero et al. 2018; Vlacsekova 2019; Horvath, Hollésy 2019). The fact that employees
are motivated by various factors must be taken into consideration (Ahmed 2010). A position of higher
responsibility can be a motivation factor of an employee and another one can be motivated by flexible working
hours or sense of success (Ahmed 2010). Lots of factors affecting the human behaviour were defined in the
present research (Imhof 2003; Anitha 2014; Mura et al. 2019) such as: healthy working conditions, career
opportunity, supportive boss, unambiguous and definite goals, competitive compensation, stable workplace,
interesting job, high prestige, good performance evaluation, pleasant working atmosphere, peaceful private life,
competent leadership, recognition, participation in decision-making and fringe benefits, working environment,
management, training and professional development, salary, workplace, team work and relationship with co-
workers.

Following the research studies, (Patton, Creed 2001; Gooderman et al. 2004; Peterson 2004; Meece et al. 2006)
the fact that within the human resource strategy, the approach to an employee motivation in various areas of
sociology must be different can be stated. Differences or similarities between individuals of the different gender,
age or other socio-demographic characteristics (education, seniority) are defined in the research (Locke 1999;
Kooij 2005; Arnania-Kepuladze 2010; MiloSevi¢ et al. 2015; Olsovska et al. 2015; Musa et al. 2017; Olsovska,
Svec 2017; Brady, King 2018; Svec et al., 2018; Fernandez-Muiioz, Topa 2018; Kovalova et al. 2018; Stefko
2019; Malchrowicz-Mosko et al. 2019). Based on the gender-role stereotypes, Arnania-Kepuladze (2010)
mentioned that the goals and needs of men and women differ, therefore there are motivated in different way. Men
want to be independent, have a power, be in a good job position, be popular and successful. They are especially
motivated by an income, promotion or responsibility (Hofstede 2001). On the other hand, women prefer to be a
part of a team, they look after the help of their colleagues (Peterson 2004). They appreciate friendly atmosphere,
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prestige, challenge, job security, mutual cooperation (Hofstede 2001). They are motivated mainly by human
relationships, sense of safety, social benefits and the environment (Meece et al. 2006). In terms of age, the baby-
boom generation employees (1946-1964) are motivated by the position benefits and prestige (Kane 2010).
Generation X (1966-1976) prefer flexible working hours, autonomy at work, interesting but difficult job and
career opportunities (Murphy et al. 2010). The motivation of generation Y (1980-2000) is based on good team
cooperation (Murphy et al. 2010). However, generation Z (1995-2012) is a large group of people accepting
various values, norms, believes and priorities. Due to the fact that members of this group are in a different stage of
the lifecycle (there is a very low probability they have children, house or mortgage), it can be assumed that their
behaviour, attitudes as well as preferences completely differ from those of older generations (Freund 2006; Kanfer
et al. 2008). Deiblova (2005) mentioned the fact that employees at younger age work towards changes knowingly
and wilfully, they appreciate to be in a centre of interest, because they think about recognition and success in their
professional career. On the other hand, employees at the middle age prefer the status, prestige. According to
Sumit (2014) employees meeting their basic needs prefer financial reward, while others tend to be recognised and
rewarded in different ways. Following the results of the research of Nguyen et al. (2014), the fact that respondents
— more educated employees are more motivated by relationship in the workplace than respondents with primary
education completed can be seen. According to Freund (2006), employees with higher education are motivated by
the success. Presented research shows that each employee is motivated differently. Due to effective motivation of
subordinates, each manager must be familiar with employees' needs that subsequently results in achieving good
results at work. Moreover, the fact that each employee is unique with different needs and motivation must be
taken into consideration. The aim of the paper is to define the differences in perceiving the level of motivation in
terms of gender and education.

2. Materials and methods

The importance of motivation factors was investigated through the research carried out in the Slovak enterprises
in the years 2015 — 2018. Questionnaires as a sociology research method were used. The questionnaire consisted
of two parts. Basic socio-demographic data about respondents (gender, education) were collected in the first part
of the questionnaire. The second part was focused on the factors motivating the employees in terms of financial
(basic salary, fair appraisal system, fringe benefits), in terms of social welfare (name of the company, social
benefits, mission of the company, region's development, relation to the environment, free time), in terms of
working conditions (physical effort at work, job security, workload and type of work, information about
performance result, working hours, work environment, job performance, stress, mental effort), in terms of career
aspiration (opportunity to apply one's own ability, career advancement, competences, prestige, individual
decision-making, selfactualization, personal growth, recognition), in terms of human relationship (atmosphere in
the workplace, good work team, communication in the workplace, supervisor's approach).

A total of 26,416 respondents participated in the questionnaire (13,663 men; 12,753 women; 689 respondents
with primary education completed; 4,484 respondents with lower secondary education completed; 14,329
respondents with upper secondary education completed; 6,914 respondents with higher education completed).
Respondents could assign each question to one of five levels of importance from the Likert scale, where five was
the maximum and one the minimum value to show the importance of individual factors for respondents (5 = very
important, 4 = important, 3 = neutral, 2 = slightly important, 1 = unimportant). Gathered data were evaluated
using the statistical software Statistics 12.0. Using the %* test at the level of significance a=5% through statistics
as follows:

(Qy-Eg)”
Ejj

= Ejs=1 Y=l
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following hypotheses were tested:
H1: We assume that there are differences in motivation between men and women.
H.: We assume that motivational needs of people with different level of education completed are different.

3. Results

In the first step, the level of importance of employee motivation was investigated through 30 motivation factors
regardless of gender and completed education of respondents. Basic descriptive characteristics and 95% intervals
of reliability of investigated motivation factors in the case of average values in the basic sampling unit are
presented in Table 1. Following the given data, the results of the research could be generalised.

Table 1. Descriptive statistics and 95% confidence intervals

L o Confidence interval
Motivation factor Average Standard deviation
-95.00% 95.00%
Basic salary 4.494 0.82 4.48 4.50
Fair appraisal system 4.408 0.81 4.40 4.42
Good work team 4.406 0.76 4.40 4.42
Job security 4.398 0.82 4.39 441
Atmosphere in the workplace 4.391 0.79 4.38 4.40
Supervisor's approach 4.354 0.83 4.34 4.36
Fringe benefits 4.330 0.81 4.32 434
Communication in the workplace 4.242 0.84 4.23 4.25
Working hours 4.186 0.86 4.18 4.20
Work environment 4.173 0.84 4.16 4.18
Social benefits 4.143 0.89 4.13 4.15
Recognition 4.122 0.89 4.11 413
Job performance 4.116 0.84 411 4.13
Stress 4.079 0.93 4.07 4.09
Workload and type of work 4.077 0.85 4.07 4.09
Free time 4.057 0.95 4.05 4.07
Opportunity to apply one's own ability 4.040 0.88 4.03 4.05
Personal growth 4.033 0.93 4.02 4.04
Mental effort 4.019 0.93 4.01 4.03
Career advancement 4.010 0.89 4.00 4.02
Selfactualization 3.978 0.90 3.97 3.99
Individual decision-making 3.971 0.90 3.96 3.98
Information about performance result 3.960 0.91 3.95 3.97
Relation to the environment 3.899 1.02 3.89 391
Mission of the company 3.873 0.99 3.86 3.88
Competences 3.864 0.95 3.85 3.88
Name of the company 3.845 1.05 3.83 3.86
Physical effort at work 3.821 0.95 3.81 3.83
Region's development 3.785 1.05 3.77 3.80
Prestige 3.710 1.01 3.70 3.72

Source: Own reseach
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Following the results presented in Table 1, the fact that basic salary, fair appraisal system and good work team
were considered three most important motivation factors can be seen. Motivation factor basic salary was
evaluated with the level ranging between 4.48 — 4.50. The motivation factors fair appraisal system and good work
team will be evaluated with 95% reliability with the same average level ranging from 4.40 to 4.42. Furthermore,
following the results the fact that 20 motivation factors were evaluated with the level of importance of 4
(important) can be stated. 10 motivation factors were evaluated neutrally with the level of importance of 3
(neutral). 8 motivation factors marked with the highest level of importance by employees were selected for further
research into motivation in terms of gender and education. Motivation factors basic salary, fair appraisal system,
good work team, job security, atmosphere in the workplace, supervisor's approach, fringe benefits,
communication in the workplace were examined in the further step of the research.

3.1. Factors affecting the employee motivation in terms of gender
Frequency of responses related to eight most important motivation factors in terms of gender are compared in

Table 2.
Table 2. The importance of selected motivation factors in terms of gender

Value of importance
Motivation 2 3 5
factor Gender Frequency . L slightly medium - 4 very Total
unimportant important | important important important
Male Absolnute frequency 168 298 1,043 3,514 8,640 13,663
Relative frequency 1.23% 2.18% 7.63% 25.72% 63.24% 100%
Basic salary Female Absol_ute frequency 166 231 842 3,172 8,342 12,753
Relative frequency 1.30% 1.81% 6.60% 24.87% 65.41% 100%
Total 334 529 1,885 6,686 16,982 26,416
Male Absolute frequency 124 263 1,397 4,396 7,483 13,663
. . Relative frequency 0.91% 1.92% 10.22% 32.17% 54.77% 100%
Fa"sasptg:z'sa' | Absolute frequency 137 270 1,007 3,782 7,557 12,753
4 Female Relative frequency 1.07% 2.12% 7.90% 29.66% 59.26% 100%
Total 261 533 2,404 8,178 15,040 26,416
Male Absolute frequency 91 277 1,278 4,985 7,032 13,663
Relative frequency 0.67% 2.03% 9.35% 36.49% 51.47% 100%
Good work team Female Absolute frequency 59 204 897 4,300 7,293 12,753
Relative frequency 0.46% 1.6% 7.03% 33.72% 57.19% 100%
Total 150 481 2,175 9,285 14,325 26,416
Male Absolute frequency 122 304 1,476 4,251 7,510 13,663
Relative frequency 0.89% 2.22% 10.80% 31.11% 54.97% 100%
Job security Female Absolute frequency 102 250 1,199 3,736 7,466 12,753
Relative frequency 0.80% 1.96% 9.40% 29.30% 58.54% 100%
Total 224 554 2,675 7,987 14,976 26,416
Male Absolute frequency 120 264 1,410 4,887 6,982 13,663
] Relative frequency 0.88% 1.93% 10.32% 35.77% 51.10% 100%
Atmosphere in the Absolute frequency 92 185 997 4,187 7,292 12,753
workplace Female -
Relative frequency 0.72% 1.45% 7.82% 32.83% 57.18% 100%
Total 212 449 2,407 9,074 14,273 26,416
Male Absolute frequency 150 349 1,469 4,838 6,857 13,663
o Relative frequency 1.10% 2.55% 10.75% 35.41% 50.19% 100%
Szpe'r‘é'jcor: s ol Absolute frequency 118 298 1,126 4,014 7,197 12,753
P emale Relative frequency 0.93% 2.34% 8.82% 31.48% 56.44% 100%
Total 268 647 2,594 8,852 14,054 26,416
Male Absolute frequency 121 337 1,484 4,868 6,853 13,663
Relative frequency 0.89% 2.47% 10.86% 35.63% 50.16% 100%
Fringe benefits Female Absolute frequency 107 272 1,167 4,787 6,420 12,753
Relative frequency 0.84% 2.13% 9.15% 37.53% 50.35% 100%
Total 228 609 2,651 9,655 13,273 26,416
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Male Absolute frequency 131 418 2,006 5,451 5,657 13,663

c o Relative frequency 0.96% 3.06% 14.68% 39.90% 41.40% 100%

ommunication in Absolute frequency 114 286 1,375 4,722 6,256 12,753
the workplace Female -

Relative frequency 0.89% 2.24% 10.77% 37.03% 49.06% 100%

Total 245 704 3,380 10,173 11,913 26,416

women in comparison to men.
Table 3. Testing the selected motivation factors in terms of gender

Source: Own reseach
Following the results presented in Table 2, the fact that men as well as women evaluated all investigated
motivation factors with the level of importance of 5, i.e. very important, can be seen. Moreover, each examined
motivation factor was evaluated with the level of importance of 5 — very important, by higher percentage of

Motivation factor Statistical indicator Chi-square Degree of freedom p-level
Basic salary Pearson's _chi-square 21.30 df=4 p =0.000
M-V chi-square 21.34 df=4 p =0.000
Fair appraisal system Pearson's _chi-square 79.22 df=4 p =0.000
M-V chi-square 79.44 df=4 p =0.000
Good work team Pearson's _chi-square 108.72 df=4 p =0.000
M-V chi-square 109.07 df=4 p =0.000
Job security Pearson's _chi-square 37.70 df=4 p =0.000
M-V chi-square 37.74 df=4 p =0.000
. Pearson's chi-square 117.87 df=4 p =0.000
Atmosphere in the workplace M-V chi-square 118.22 di=2 0= 0.000
Supervisor's approach Pearson's _chi-square 107.10 df=4 p =0.000
M-V chi-square 107.22 df=4 p =0.000
Fringe benefits Pearson's chi-square 29.14 df=4 p =0.000
M-V chi-square 29.21 df=4 p =0.000
Communication in the workplace Pearson's chi-square 195.28 df=4 p =0.000
M-V chi-square 195.94 df=4 p =0.000

Source: Own reseach

Following the %" test results shown in Table 3, the alternative hypothesis Hy was accepted and the hypothesis Ho
was rejected. The fact that the level of importance of the analysed motivation factors depends on gender can be

stated.
Table 4. Residual frequency of selected motivation factors in terms of gender
Value of importance
Motivation factor Gender ) 1 sligzhtly med3ium ) 4 ve5ry
unimportant important important important important

Basic salary Male -4.76 24.38 68.00 55.71 -143.32

Female 4.76 -24.38 -68.00 -55.71 143.32
Fair appraisal system Male -11.00 -12.68 153.59 166.14 -296.06
Female 11.00 12.68 -153.59 -166.14 296.06
Good work team Male 13.42 28.22 153.04 182.57 -377.24
Female -13.42 -28.22 -153.04 -182.57 377.24
Job security Male 6.14 17.45 92.37 119.77 -235.73

Female -6.14 -17.45 -92.37 -119.77 235.73
Atmosphere in the workplace Male 10.34 31.76 164.99 193.53 -400.62
Female -10.34 -31.76 -164.99 -193.53 400.62
Supervisor's approach Male 11.38 14.34 127.27 259.36 -412.35
Female -11.38 -14.34 -127.27 -259.36 412.35

Fringe benefits Male 3.07 22.00 112.79 -125.47 -12.38
Female -3.07 -22.00 -112.79 125.47 12.38
Communication in the workplace Male 4.28 53.86 257.72 189.08 -504.93
Female -4.28 -53.86 -257.72 -189.08 504.93

Source: Own reseach
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The results presented in Table 4 shows that basic salary was considered very important motivation factor by
women. Men tended to be neutral in the case of motivation factor basic salary. Fair appraisal system was again
considered very important by women while according to men, the mentioned factor was considered important or
neutral. Women tended to perceive motivation factors good work team, job security, atmosphere in the workplace
as very important ones. On the other hand, men considered the mentioned motivation factors important.
Motivation factors fringe benefits and communication in the workplace were of neutral importance for men. For
women, the mentioned motivation factors were important even very important.

3.2. Factors affecting the employee motivation in terms of completed education

In the next step, selected motivation factors (basic salary, fair appraisal system, good work team, job security,
atmosphere in the workplace, supervisor's approach, fringe benefits, communication in the workplace) were

investigated in terms of completed education. The results are presented in Table 5.

Table 5. The importance of selected motivation factors in terms of completed education

Value of importance
Motivation .
factor Education Frequency 1 sligzhtly medgium o4 ve5ry Total
unimportant important | important important important

Primary Absol_ute frequency 19 21 68 174 407 689
Relative frequency 2.76% 3.05% 9.87% 25.25% 59.07% | 100%
High school without Absolute frequency 90 123 367 1,060 2,844 4,484
GCSE Relative frequency 2.01% 2.74% 8.18% 23.64% 63.43% 100%
Basic salary High school with Absolute frequency 161 275 993 3,550 9,350 14,329
GCSE Relative frequency 1.12% 1.92% 6.93% 24.77% 65.26% | 100%
University Absolnute frequency 64 110 457 1,903 4,380 6,914
Relative frequency 0.93% 1.59% 6.61% 27.52% 63.35% | 100%
Total 334 529 1,885 6,686 16,981 | 26,416

Primary Absol_ute frequency 20 36 87 212 334 689
Relative frequency 2.90% 5.22% 12.63% 30.77% 48.48% | 100%
High school without Absolute frequency 65 112 501 1,426 2,380 4,484
) _ GCSE Relative frequency 1.45% 2.50% 11.17% 31.80% 53.08% | 100%
Fa';agzﬁ'sa' High school with Absolute frequency 118 263 1,308 4,420 8220 | 14,329
4 GCSE Relative frequency 0.82% 1.84% 9.13% 30.85% 57.37% | 100%
University Absol_ute frequency 58 122 508 2,120 4,106 6,914
Relative frequency 0.84% 1.76% 7.35% 30.66% 59.39% | 100%
Total 261 533 2,404 8,178 15,040 | 26,416

Primary Absol_ute frequency 14 33 926 256 290 689
Relative frequency 2.03% 4.79% 13.93% 37.16% 42.09% | 100%
High school without Absolute frequency 38 129 514 1,734 2,069 | 4484
GCSE Relative frequency 0.85% 2.88% 11.46% | 38.67% | 46.14% | 100%
Goct)ga\r:qvork High school with Absolute frequency 66 215 1,124 5,035 7889 | 14,329
GCSE Relative frequency 0.46% 1.50% 7.84% 35.14% | 55.06% | 100%
University Absol_ute frequency 32 104 441 2,260 4,077 6,914
Relative frequency 0.46% 1.50% 6.38% 32.69% 58.97% 100%
Total 150 481 2,175 9,285 14,325 | 26,416

Primary Absol_ute frequency 12 32 104 230 311 689
Relative frequency 1.74% 4.64% 15.09% 33.38% 45.14% 100%
Job security | High school without Absolute frequency 60 167 520 1,579 2,158 4,484
GCSE Relative frequency 1.34% 3.72% 11.60% 35.21% 48.13% 100%
High school with Absolute frequency 110 291 1,413 5,212 7,303 14,329
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GCSE Relative frequency 0.77% 2.03% 9.85% 36.38% | 50.97% | 100%
University Absol_ute frequency 46 119 615 2,633 3,501 6,914
Relative frequency 0.67% 1.72% 8.89% 38.08% 50.64% 100%
Total 228 609 2,652 9,654 13,273 | 26,416

Primary Absoliute frequency 11 32 111 209 326 689
Relative frequency 1.59% 4.64% 16.11% | 30.33% | 47.32% | 100%
High school without Absolute frequency 53 130 564 1,702 2,035 4,484
) GCSE Relative frequency 1.18% 2.90% 12.58% | 37.96% | 45.38% | 100%
A V(CZF;E;ECI: High school with Absolute frequency 99 196 1247 | 4981 | 7806 | 14329
GCSE Relative frequency 0.68% 1.37% 8.70% 3476% | 54.48% | 100%
University Absol_ute frequency 50 91 485 2,182 4,106 6,914
Relative frequency 0.72% 1.32% 7.01% 31.56% | 59.39% | 100%
Total 212 449 2,407 9,074 14,273 | 26,416

Primary Absol_ute frequency 15 38 95 235 306 689
Relative frequency 2.18% 5.52% 1379% | 34.11% | 44.41% | 100%
High school without Absolute frequency 68 148 530 1,617 2,121 4,484
o GCSE Relative frequency 1.52% 3.30% 11.82% 36.06% 47.30% 100%
Sl;g;%gggs High school with Absolute frequency 124 327 1,411 4,705 7,762 | 14,329
GCSE Relative frequency 0.86% 2.28% 9.85% 32.84% | 54.17% | 100%
University Absol_ute frequency 62 134 558 2,295 3,865 6,914
Relative frequency 0.90% 1.94% 8.07% 33.19% 55.90% 100%
Total 269 647 2,594 8,852 14,054 | 26,416

Primary Absol_ute frequency 12 32 104 230 311 689
Relative frequency 1.74% 4.64% 15.09% 33.38% 45.14% | 100%
High school without Absolute frequency 60 167 520 1,579 2,158 4,484
GCSE Relative frequency 1.34% 3.72% 11.60% 35.21% 48.13% 100%
Fringe benefits High school with Absolute frequency 110 291 1413 5212 7,303 14,329
GCSE Relative frequency 0.77% 2.03% 9.85% 36.38% 50.97% 100%
. Absolute frequency 46 119 615 2,633 3,501 6,914

University -

Relative frequency 0.67% 1.72% 8.89% 38.08% | 50.64% | 100%
Total 228 609 2,652 9,654 13273 | 26,416

Primary Absol_ute frequency 15 47 131 246 250 689
Relative frequency 2.18% 6.82% 19.01% | 3570% | 36.28% | 100%
High school without Absolute frequency 58 178 704 1,831 1,713 4,484
Communicatio GCSE Relative frequency 1.29% 3.97% 15.70% | 40.83% | 38.20% | 100%
nin the High school with Absolute frequency 117 338 1,857 5,553 6,464 | 14,329
workplace GCSE Relative frequency 0.82% 2.36% 12.95% | 38.76% | 45.11% | 100%
University Absol_ute frequency 55 141 689 2,543 3,486 6,914
Relative frequency 0.80% 2.04% 9.97% 36.78% | 50.42% | 100%
Total 245 704 3,381 10,173 11,913 | 26,416

Source: Own reseach

Following the results presented in Table 5, the fact that all analysed motivation factors were evaluated by the
respondents with the level of importance of 5, i.e. very important, motivation factor, with the exception of the
motivation factor communication in the workplace evaluated by most of the respondents (40.83%) with the lower
secondary education completed with the level of importance of 4 (important).

The results of statistical verification between the level of completed education and the selected motivation factors

are shown in Table 6. Following the results mentioned in Table 6 the hypothesis H is accepted and the hypothesis
Ho is rejected. The fact that the level of motivation depends on the education can be stated.
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Table 6. Testing the selected motivation factors in terms of completed education

Motivation factor Statistical indicator Chi-square Degree of freedom p-level
Basic salary Pearson's (_:hi-square 106.73 df =12 p =0.000
M-V chi-square 98.85 df =12 p =0.000
Fair appraisal system Pearson's ghi-square 168.90 df =12 p =0.000
M-V chi-square 147.96 df =12 p =0.000
Good work team Pearson's ghi-square 356.41 df =12 p =0.000
M-V chi-square 326.56 df =12 p =0.000
Job security Pearson's _chi-square 167.88 df =12 p =0.000
M-V chi-square 155.10 df =12 p =0.000
. Pearson's chi-square 378.68 df =12 p =0.000
Atmosphere in the workplace M-V chi-square 352.05 df= 12 p = 0.000
Supervisor's approach Pearson's chi-square 186.57 df =12 p =0.000
M-V chi-square 175.74 df =12 p =0.000
Fringe benefits Pearson's chi-square 148.77 df =12 p =0.000
M-V chi-square 134.87 df =12 p =0.000
Communication in the workplace Pearson's chi-square 319.56 df=12 p =0.000
M-V chi-square 300.21 df =12 p =0.000

Source: Own reseach

Despite the fact that eight investigated motivation factors are considered the most important, Table 6 shows that
there are statistically significant differences in the motivation in terms of completed education. The results in
Table 6 are confirmed by further results presented in Table 7.

Table 7. Residual frequency of selected motivation factors in terms of completed education

Value of importance
Motivation factor Education 1 2 3 4 5
unimportant | . slightly _medlum important | . very
important | important important
Primary 10.29 7.20 18.83 -0.40 -35.93
Basic salary Hig_h school without GCSE 33.30 33.20 47.02 -74.96 -38.56
High school with GCSE -20.17 -11.94 -29.46 -77.61 139.18
University -23.42 -28.46 -36.39 152.97 -64.70
Primary 13.19 22.10 24.30 -1.30 -58.28
Fair appraisal system Hig-h school Without GCSE 20.70 21.53 92.93 37.82 -172.97
High school with GCSE -23.58 -26.12 3.98 -16.04 61.76
University -10.31 -17.50 -121.21 -20.47 169.50
Primary 10.09 20.45 39.27 13.82 -83.63
Good work team High school without GCSE 12.54 47.35 144.80 157.91 -362.61
High school with GCSE -15.37 -45.91 -55.80 -1.52 118.60
University -7.26 -21.89 -128.27 -170.21 327.64
Primary 10.16 14.55 38.23 7.67 -70.60
Job security High school without GCSE 15.98 34.96 95.91 81.19 -228.04
High school with GCSE -11.50 -23.50 -36.97 -111.30 183.27
University -14.63 -26.01 -97.17 22.44 115.37
Primary 5.47 20.29 48.22 -27.68 -46.29
Atmosphere in the High school without GCSE 17.02 53.78 155.41 161.67 -387.87
workplace High school with GCSE -16.99 -47.55 -58.60 59.09 64.05
University -5.49 -26.52 -145.02 -193.08 370.11
Primary 8.01 21.12 27.34 411 -60.58
Supervisor’s approach High school without GCSE 22,51 38.17 89.66 114.35 -264.70
High school with GCSE -22.37 -23.95 3.96 -96.49 138.84
University -8.15 -35.35 -120.97 -21.97 186.43
Fringe benefits Primary 6.05 16.12 34.85 -21.81 -35.21
High school without GCSE 21.30 63.62 69.99 -59.79 -95.12
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High school with GCSE -13.67 -39.33 -25.95 2451 103.47
University -13.68 -40.40 -78.89 106.11 26.86
Primary 8.61 28.64 42.84 -19.35 -60.73
Communication in the High school without GCSE 16.41 58.49 130.24 104.11 -309.26
workplace High school with GCSE -15.89 -43.86 22.62 34.97 2.16
University -9.13 -43.27 -195.70 -119.73 367.83

Source: Own reseach

Despite the fact that the respondents with primary education completed consider analysed motivation factors very
important, they tend to evaluate analysed motivation factors neutrally (the level of importance of 3) even slightly
important (the level of importance of 2) (Table 7). The respondents with lower secondary education tend to
evaluate analysed motivation factors as neutral (the level of importance of 3) even important (the level of
importance 4) motivation factors. The more educated respondents tend to evaluate analysed motivation factors
with higher level of importance. The respondents with upper secondary education and higher education tend to
evaluate the investigated motivation factors as important (the level of importance of 4) even very important (the
level of importance of 5).

Discussion and conclusions

Enterprise is a place where an activity contributing to the success of a business is held. In order to succeed there
must be a person able to manage the business excellently (Bajzikova et al. 2013; Bartuska et al. 2016; Kampf et
al. 2016; Stopka et al. 2016; Gejdos, Vickova 2017; Grenc¢ikova et al. 2017; Joniakova et al. 2017; Lizbetinova
2017; Zaborova et al. 2017; Lizbetin 2018; Papula et al. 2018; Serti¢ et al. 2018; Anyakoha 2019; Hasan et al.
2019; Matzembacher et al. 2019). All efforts must be given to employees as the human resources are considered
the greatest asset of the business (ShaemiBarzoki et al. 2012; Fernandez-Olmos, Diez-Vial 2015; Sheehan et al.
2016; Urbancova et al. 2016; Jankelova et al. 2017; Kampf et al. 2017; Kucharcikova, Miciak 2017; Nemec et al.
2017; Bencsik et al. 2019; Kimengsi et al. 2019; Palus et al. 2019; Sedlia¢ikova et al. 2019; Stachova et al. 2019).
The main role of managers is to motivate employees to achieve the goals. It means one of the most important
difficulties the managers face in the business environment (Richer et al. 2002; Latham, Pinder 2005; Latham
2007; Kanfer et al. 2008). Not only the environment and situation but also factors like gender, education, age
affecting the needs of individuals must be taken into account. Mentioned conclusions are confirmed by the
research results of Kachall (2014), mentioning the fact that employee motivation is affected by varied personal,
mental, financial as well as social factors. According to Nadeem et al. (2011), there are lots of variables affecting
the employee motivation. The opinion of Ryan and Deci (2000) is similar. The employees are motivated; there are
differences in the level of their motivation especially due to socio-demographic characteristics.

The research focused on investigating the level of motivation in terms of selected socio-demographic
characteristics was conducted in the years 2015 — 2018. 26,416 respondents participated in the research. The
motivation factors such as basic salary, fair appraisal system, good work team, job security, atmosphere in the
workplace, supervisor's approach, fringe benefits, communication in the workplace were considered the most
important motivation factors. Following the achieved results, in the process of creating motivation programmes
managers are recommended to take into account the fact that motivation is affected by gender. Women tend to
consider motivation factors more important than men. They are evaluated as important even very important by
women in comparison to men who tend to evaluate them as important even neutral. Actual research studies are
confirmed by our findings (Arnania-Kepuladze 2010; Fapohunda 2017). The fact that goals and needs of men and
women are different and therefore, they must be motivated in different way can be seen. Men want to be
independent, want to have power, position, and want to be popular and successful. They are motivated by income,
promotion, and responsibility (Hofstede 2001). On the contrary, women prefer to work in a team; they look after
the cooperation with colleagues (Peterson 2004). Friendly atmosphere, prestige, challenge, job security, and
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cooperation are appreciated by them (Hofstede 2001). They are mainly motivated by human relationship, sense of
safety, social benefit and the environment (Meece et al. 2006).

The human needs change not only due to the gender (Patton, Creed 2001; Gooderman et al. 2004; Meece et al.
2006) but following the actual research (Nguyen et al. 2014) as well as our research, the fact that there is an effect
of education as well can be stated. In the issue of motivation programmes, the differences resulting from the
different level of employee education must be taken into consideration by managers. The respondents with
primary education tend to evaluate motivation factors as neutral even slightly important. According to the
respondents with lower secondary education, the motivation factors are neutral even important and the
respondents with upper secondary education and higher education consider the motivation factors important even
very important.
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